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ての安心感」を持っているのは 28.7% に過ぎず、「不安である」が 28.4%、「少し不
安である」が 42.9% となっている。不安を感じる項目では、「能力開発・専門性習得
の方向性」が 65.7%、「仕事と育児の両立」が 57%、「マネジメント能力」が 39%、「給
与等の生活保障」が 36.8% であった。一方、「自分の適性や将来のキャリア形成の希




















































事交流が制度化された。その数は 2017 年までの累計で 589 人が民間に派遣され、そ
の約 3 倍の 1788 人が民間から採用されている。交流派遣・採用とも国土交通省が最
も多く（それぞれ 169 人・514 人）、これに経済産業省が続いている（119 人・349 人）。
また 2000 年より、任期を定めた公募による職員の採用も始まり、2017 年までの累計
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で 5168 人の任期付採用が行われている。最も多いのは特許庁（審査官など 1378 人）
で、金融庁（金融証券検査官など 961 人）がこれに次ぐ（15）。
任期付採用の期間は 1 ～ 3 年が多く、5 年を限度に更新可とされるものもある。一
















ここでアメリカ連邦政府に目を向けると、約 7800 人の幹部職員（senior executive 




Resources Board, ERB）が上位 1 割の候補者に面接し評価した上で、任用の責任者
が最終候補者を選考し、独立性の高い人事管理庁（OPM）に置かれる審査委員会
（Qualification Review Board, QRB）が認定する。この間、約 3 か月を要するといわれ、
空席の場合は当該ポストの業務は上司が兼務することが多い。






会（QRB）は 3 人の異なる行政機関の幹部（SES）で構成され、任期は 3 か月、各々
が候補者を審査した上で合議または多数決により決定する。
定期異動で一斉に配置転換が決まる日本の人事慣行からみると、SES の確立された





































ここで視点を日本の自治体に移してみたい。地方公務員の総数は 1994 年の 328 万



































































































































（2）例えば、「AI が人事異動や離職防止を支援」『日本経済新聞』2019 年 4 月 18 日。自治体業務に関
しては、稲継裕昭『AI で変わる自治体業務―残る仕事、求められる人材』ぎょうせい、2018 参照。








（8）『人事院月報』2018 年 8 月号、9 頁以下参照。
（9）人事院『平成 28 年度 年次報告書』第 2 部参照。
（10）同上。
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（14）日本経団連編『社内公募・FA 制度事例集―自律人材を活かす 11 社の仕組み』日本経団連出版、
2004 参照。
（15）人事院『平成 30 年度 年次報告書』2019 参照。










2014 年 11 月号参照。
（21）西尾隆「任期付職員採用がもたらす効果と課題」同上『市政』所収参照。




Japan’s Closed Civil Service System and
Possibility of Open Announcement Method:
Future of Membership-based Personnel System
<Summary>
Takashi Nishio
This paper will explore the future of Japan’s civil service system by 
examining the possibility of introducing open announcement method (kobo-
sei) as a next step of the long-lasting civil service reform. In the background, 
the Japanese government is now facing challenges of a declining number of 
applicants for public service positions and an increasing separation of young 
promising officials from service. These are not only real issues for practical 
reform but also theoretically important topics in terms of the transformation 
of the civil service system.
Japan’s civil service system is characterized by an all-at-once recruitment, 
a closed appointment system within the public sector, a strong job security, 
and a generalist-oriented, membership-based personnel system. While 
it is a historically developed organic system that cannot be changed in a 
short period, it is not impossible to transplant the Western job-based open 
announcement method. This system has partly been adopted by some Japanese 
companies and met the changing needs from both employers and employees. 
Japan’s traditional membership-based personnel system requires employees 
to be engaged in all sorts of jobs in exchange for a life-long guarantee of 
the “membership.” It enables a strong commitment from staff members but 
often causes long working hours and frequent unexpected transfers. On the 
other hand, the Western-based personnel system requires clear and detailed 
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job descriptions and a relatively long announcement-application-examination 
period. In the U.S. Federal Government, the Office of Personnel Management 
(OPM) handles this complex selection processes for senior executive service 
(SES) and it takes up to three months for each case. One question here is 
whether the Japanese government can afford to put more time, energy and 
human resources to make the present personnel system more transparent, 
objective, rational and scientific.
Having introduced recent surveys by the National Personnel Authority 
(NPA) on the attitude of civil servants toward their work and life, the author will 
examine the job-based appointment system of the U. S. Federal Government 
and recent changes in the higher civil service of the British government as 
solution models.  
NPA surveys show an increasing number of negative responses in staff 
motivation, fringe benefits, future prospects, and sense of security after 
retirement. Moreover, there are problems concerning a heavier workload, 
weaker staff allocation and fewer opportunities to realize that they are truly 
serving the nation. A large majority is feeling dissatisfaction with career 
development, acquiring new expertise, or work-life balance (especially 
concerning the limited time for childcare). Since the fundamental reason 
for this dissatisfaction lies in the absolute shortage of staff members in the 
public sector, it is unrealistic to add new staff just to introduce a new open 
announcement method. However, both central and local governments have 
adopted open announcement-application-appointment method for some fixed 
term positions that are necessary for public service delivery.
Lastly, the author will discuss the change in the passive attitude of 
Japan’s higher civil servants in terms of applying or expressing wishes for 
certain positions.  They seem to have had passion for public service under 
the membership-based personnel system, for they were willing to accept any 
tough tasks, unlimited workload, or unexpected transfers.  However, survey 
results show that this system is becoming unsustainable because the resources 
to compensate workers, such as sufficient budget, attractive positions both 
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before and after retirement, people’s respect, or autonomy from politics no 
longer exist. Checking the balance sheet of merits and demerits of working as 
a higher civil servant, it is unlikely that the young and brightest will positively 
choose to work for the government.  Important things in the public service 
are the following: meeting real needs of the society, absorbing the voices of 
the street level bureaucracy, fair and rational allocation of jobs, relaxation 
of the present closed membership system, and describing various jobs for 
generalist administrators.  The adoption of the announcement-application-
appointment method can be one of the solutions, which may lead to a change 
in the “kasumigaseki culture.”

